As the graying workforce increases and the work patterns of our younger workers are more mobile, knowledge retention, attrition, and transfer become key determinants of the longevity of an organization. This is particularly true in edge organizations, which thrive on adaptability and agility to survive. In order for workforce development and succession planning to be effective in edge organizations, cross-generational knowledge flows are paramount towards achieving an innovative and agile organization. Very little research has looked at cross-generational knowledge flows, particularly in the context of edge organizations. The focus of the research in progress looks at: (1) examining how cross-generational knowledge flows affect edge organizations in terms of organizational effectiveness and organizational forms, and (2) developing and testing a model to enhance cross-generational knowledge flows in edge organizations.
other member of the team. An edge organization facilitates the act of synchronizing the intelligence, behavior, and capacity of all agents towards a common goal rather than having one traditional leader for all purposes.
Pull and Smart:
The move from smart push (that exists in an hierarchical form of organizations) towards "post and smart pull" (a characteristic of an edge organization) would solve the intractable problems by identifying important information and getting it to the right persons. If the practice of post and smart pull can be implemented in an organization successfully, both the suppliers of the information and the consumers will become smarter.
Competence: An edge organization survives by competency rather than by any factor, be it gender, age, or years of experience. . If the competency level is high, the efficiency of an organization is less affected when people hoard information. The degree of competency of the agents in an edge organization will have a direct effect on how knowledge sharing achieves its purpose.
Robustness:
Robustness is the hallmark of an edge organization. The ability of the agents to switch between tasks, especially when a particular task is completed, makes the edge organization quite robust.
Network-Centric Focus:
Modern military environments are far too complex to be understood by any one individual, organization, or even military service. Modern information technology permits the rapid and effective sharing of information. Networkcentric warfare/operations is a cornerstone of the ongoing transformation effort at the Department of Defense. An edge organization provides the necessary environment to nurture this effort. Edge organizations utilize information technology via a robust network to allow increased information sharing, collaboration, and shared situational awareness, which theoretically allows greater self-synchronization, speed of command, and mission effectiveness.
Tacit Knowledge Transfer
In most organizations, the difficult and most important type of knowledge to capture is the "tacit" knowledge that people have in their heads. According to , tacit knowledge is one of the most important drivers of innovation and change. For edge organizations to survive, the capture, transfer, and sharing of tacit knowledge, based on experiential learning, are key processes that must be embedded within the organization. Table 1 shows the leading studies that relate to tacit knowledge transfer. In studying this table, there is a convergence on nine factors that affect tacit knowledge transfer. These are: Trust, Organizational Culture, Societal Cultural Issues, Early Involvement, Due Diligence, Reciprocity, Values, Motivation to Share Knowledge, and Intrinsic Worth of the Knowledge to be Conveyed. These tacit knowledge transfer characteristics will be integrated within our model. Levin & Cross, 2004 Proposing and testing a model of two-party (dyadic) knowledge exchange for implications for theory and practice.
Benevolence-and competencebased trust mediates the link between strong ties and receipt of useful knowledge; Constant perceived trustworthiness dimensions uncover the benefit of weak ties to useful knowledge achievement of non-redundant information; Benevolence-based trust enhances both tacit and explicit knowledge exchange; Competencebased trust is especially important for the receipt of tacit knowledge. Organizational culture; Organizational learning with internal and external transfer; Processes of donating and receiving; The issue of literary license of trust; The content of stories; The performance. Connell et al., 2004 Narrative approaches contribute towards a better understanding of organizational knowledge management.
A storytelling culture through formal and informal mechanism should reflect organizational storytimes and story-places.
Collaboration; Behavior of subsidiaries; Perspective of innovation and knowledge creation; Maintenance of differentiation and diversity within the multinational enterprises (MNEs) Yamin & Otto, 2004 Examines the influence of inter-and intraorganizational knowledge flows on innovative performance in multinational enterprises.
Internal and external tacit/collaborative knowledge flows have a strong complementary influence on innovative performance; The influence of collaborative knowledge flows on innovative performance appears to be much stronger compared with that of informal knowledge flows. Trust; Positive and negative recommendation. Oltra, 2005 Aims to advance a simultaneously conceptual and practical framework that links human resource management (HRM) and knowledge management (KM)
Grandison
Power distance can be turned into an obstacle for open communication, true involvementwinning contexts, transparency in the "rules of the game", and also inhibits employee perception of positive and exemplary behavior by management; Collectivism/Individualism -seems to be favorable to KM, since it promotes shared frameworks of reference and joint action toward common goals; Uncertainty avoidance -prevents creativity, pro-action and innovative attitudes, all of them key points for successful KM; Short-term/Long-term orientationlong-term orientation is better prepared for implementing "non quick fix" process-based strategies. Alliance structure (enables the parties to coordinate joint work and align interests); Firm boundaries; External/Internal knowledge flows; Geographic Gomes-Casseres et al., 2005 Argues that knowledge flows between alliance partners will be greater than flows between pairs of non-allied firms, and Knowledge flows are greatest when the firms are close to each other along several dimensions: the alliance effect is greatest for technologically similar firms, firms boundaries; Technology diffusion. less than flows between units within single firms.
in the same geographic region, and firms in the same industry; Large firms (as measured by sales) appear to share knowledge within alliances more than smaller firms; R&D-intensive firms seem to benefit more from alliance membership. Dynamics of knowledge flows; Human capital flows; Retention intensity; Variation intensity. Madsen et al., 2002 Investigates the relationships between the amount of human capital that flows into a firm and to activities underlying a firm's knowledge production, variation or change and knowledge retention.
Knowledge retained in the past may restrict how much human capital a firm imports in the future; Inflows of human capital also tend to decline with recent experience with change.
Aging workforce (downsizing, shifting demographics, age homogeneity of the workforce itself); Workplace culture; Communication preference of the workers; Face-to-face human knowledge transfer; Collaboration; Risk avoidance and time constraint barriers to knowledge transfer. Murphy, 2003 Workplace culture and the communication preferences of the workers profoundly affect the factors such as downsizing, shifting demographics and the age homogeneity of the workforce itself.
Within a medium sized civil service organization --a decided preference existed for face to face human knowledge transfer even when other forms of well established explicit knowledge transfer conduits were available; A profound worker preference for training/knowledge sharing in work center or project team sized groups; Influences such as knowledge validity considerations, risk avoidance and time constrained barriers to knowledge transfer were explored but could not be correlated with such things as worker preferences for knowledge transfer conduit; Worker knowledge transfer preferences were evaluated relative to years of experience and department work assignment and no evidence could be found that these factors affected KT conduit preferences. Culture; Intentionality; Degree of resistance of learning; Transfer knowledge barriers; Values; Trust; Behaviors. Examines the role of knowledge transfer into intra-organizational and inter-organizational dimension.
Tacit knowledge is one of the most important drivers of innovation and change; The collective tacit knowledge resides in the top management. Collective invention: participation and reputation. Examines the role of informal contacts by using a survey of individual engineers in Northern Denmark (NorCOM).
Informal contacts represent an important channel of knowledge diffusion.
Process of knowing; Language; Tradition (a system of values outside the individual). Sveiby, 1996 Examines the concepts of tacit knowing and tradition; contrasts information theory to explore the transfer of human knowledge on information.
The present growth in information seems to be a supply push, not a customer demand, which is potentially dangerous; Human knowledge is action oriented and is best transferred via tradition, in social interaction with people, because humans have a huge capacity to absorb signals unconsciously in face-to-face communication. 
Cross-Generational Biases
In order to study cross-generational knowledge flows in edge organizations, we must examine the effects of cross-generational biases or inter-generational differences on tacit knowledge transfer. Table 2 shows the leading work in this area. In the United States, we can look at the various generations: war generation, baby boomers, Generation Xers, Generation Yers (also called Millennials or Nexters). The demographics in the United States show that many organizations, especially the government, will face human capital challenges as the baby boomers are nearing retirement age. Each generation also exhibits its share of biases. In an edge organization like a terrorist cell, the generational gaps may be compressed due to less variability in age among its members. Thus, this compounds the difficulty in analyzing cross-generational biases. However, in studying the literature, the following are the nine major factors affecting cross-generational biases: Loyalty, Making a Contribution, Work Values, Communications Styles, Gender, Culture, Ability to Deal with Ambiguity & Change, Autonomy & Independence, and Family Values. The Conference Board survey of organizations Assess the generational competence in organizations to determine how well the organization has adapted to meet the different needs of the 4 generations of workers; Conference Board found that 66% of orgs surveyed did not even have an age profile of their workforce; 81% of those orgs did not include crossgenerational issues in their diversity training Trust; Early involvement; Due diligence (collecting info to reduce the risk and uncertainty associated with a transaction) Factors influencing tacit knowledge transfer between product development partners Subject of tacit knowledge transfer, content and process, is poorly understood. Tacit knowledge is often learned via shared and collaborative experiences. Both trust and mutual understanding, developed in their social and cultural contexts, are prereqs for successful transfer of tacit knowledge. Factors affecting knowledge flow rate: Degree of collaboration that exists within the org; degree to which an org's strategy relies on K transfer as a measure of success; manager's effort to pull info through the org; type of K being transferred (tacit K transfers slowly); the org layer through transfer occurs. Knowledge transfer model built on fluids. 
Developing a Model for Cross-Generational Tacit Knowledge Flows in Edge Organizations
Taking the factors into account as explained in Sections 1 through 3, a model can be built for cross-generational tacit knowledge flows in edge organizations. Figure 1 shows the model to be used for our study. In the context of edge organizations, the crossgenerational biases affect the tacit knowledge transfer between individuals or groups, which then affects the knowledge flow taking place. The Seabees, via a web-based survey instrument, will be our sample for testing the following hypotheses:
H1: Cross-generational biases inhibit tacit knowledge transfer and decrease knowledge flows in edge organizations.
H2: Strong work and family values will facilitate tacit knowledge transfer and increase knowledge flows in edge organizations H3: Decreased communications will inhibit tacit knowledge transfer and decrease knowledge flows in edge organizations.
H4: Females act in a more collaborative manner than males, thereby increasing trust and tacit knowledge transfer resulting in an increase of knowledge flows in edge organizations.
H5: A lack of interpersonal trust will result in reduced tacit knowledge transfer and decreased knowledge flows in edge organizations.
H6: Informal networks will result in an increase in tacit knowledge transfer and increased knowledge flows in edge organizations.
H7: Organizational and societal cultural barriers will decrease tacit knowledge transfer and decrease knowledge flows in edge organizations.
H8: Motivation to share knowledge through being recognized and/or rewarded will increase tacit knowledge transfer and increase knowledge flows in edge organizations.
H9: Reciprocity and the worthiness of the knowledge conveyed will stimulate tacit knowledge transfer and increase knowledge flows in edge organizations. H10: Increased loyalty will increase tacit knowledge transfer and increase knowledge flows in edge organizations.
To test the hypotheses, the draft survey in Figure 2 will be sent to the Seabees as an edge-like organization. Statistical analysis of the surveys, as well as follow-up interviews and best practices, will be conducted in Spring 2007. 
CrossGenerational Biases

Summary
This research on cross-generational knowledge flows in edge organizations should lead to new insights as to how tacit knowledge is transferred in edge organizations across generations. The research will be completed in October 2007, and should contribute to the command and control research program in the emerging area of edge organizations.
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